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INTRODUCTION
Considering that the organizations are seeking to improve their organizational performance, the meaningful work is being said, by scholars on the subject, as the concept that will overcome engagement and commitment at work (for example, Steger, 2016) .
In its nature, the growth of meaningful work optimizes occupational opportunities in such a way that employee motivation, effort, and productivity are enhanced and that employees enthusiastically adopt attitudes of ownership, responsibility, and citizenship towards their organization, while simultaneously enjoying greater well-being, health, and belongingness.
In this perspective, we seek to identify which elements imply personal development and which variables have a positive impact on occupational health. Meaningful work, the importance of work, creative self-concept, and employability are concepts that involve strengthening people. Such constructs have been studied in the interdisciplinary field of Business Administration and Positive Psychology and are addressed as phenomena that may foster learning processes, improve performance and the interpersonal relationship in work environment, instead of focusing on treating weaknesses and diseases, which is consistent with the purpose of Positive Psychology (Seligman & Csikszentmihalyi, 2000) .
As individuals with positive self-assessments are more likely to attribute career success to personal capacity and effort, the knowledge of the relationships between the individual and contextual facilitators as the creative self-concept, importance of work, and employability is important for a better knowledge of the meaningful work of unemployed people. For organizations, the knowledge of these relationships may encourage the development of new people management policies. On the other hand, for the Brazilian states having high rates of unemployed people, such knowledge may foster public policy programs directed to empower this population. In the first quarter of 2018, the unemployment rate in Brazil reached 13.1%, corresponding to 13.7 million unemployed people in the country, pursuant to IBGE (Instituto Brasileiro de Geografia e Estátistica [Brazilian Institute of Geography and Statistics]) data (2018) .
Given the importance of the positive self-assessments for employability and successful career based on capacity development and personal effort, this study has the following as research question: "Does the creative selfefficacy and importance of work influence the meaningful work and the meaningful work influences employability of unemployed people living in the Southeast region of Pará?". And, as purpose, this study assesses the influence of the importance of work and of creative self-concept on meaningful work and the influence of meaningful work on the employability of unemployed persons living in the Southeast region of the State of Pará, aiming at a new job.
Additionally, this study adds, to the literature, adjustment and validation of three constructs measurement scales (meaningful work, importance at work, and creative self-concept) to the Brazilian culture, contributing to developing new surveys on the matter by applying reliable instruments from the methodological point of view.
Sections 2 to 5 present the theoretical definitions, antecedents, and consequence of the constructs studied, the possibilities of driving the study, and the structural model developing these aspects, which will be empirically tested. Section 6 describes the methodological procedures, section 7 presents and discusses the results, and section 8 the final considerations.
MEANINGFUL WORK
Meaningful work (MW), according to Steger, Dik, and Duffy (2012) , is defined not as simply whatever work means to people (meaning), but as a work that is both significant and positive in valence (meaningfulness). For the authors, the positive valence of MW has a eudaimonic (growth and purpose-oriented) rather than hedonic (pleasure-oriented) focus.
Provided by Dik, Byrne, and Steger (2013) as the next variable responsible for reaching and improving organizational performance, MW is deemed, by all scholars on the subject, as a perception that a worker has on a personally significant contribution based on his/her effort (Steger, 2016) and what is or is not a work that has meaning is always based on subjectivity and interpretation (Rodrigues, Barrichello & Morin, 2016) .
Studies on the topic are, however, incipient. Bendassolli et al. (2015) , by reviewing the Brazilian scientific literature on the senses and meaning of work, identified that the surveys on the topic were developed especially in the last decade and a half, predominantly in Psychology.
An important differentiation for the studies is between "meaningful work" and "meaning of work" (Steger, 2016) . While "meaningful work" relates to the subjective experience that one's work or the carrier is significant, provides synergy with the meaning of life and benefits a greater good, the "meaning of work" regards the meaning, beliefs, definitions, and value that the individuals and groups assigned to the work as the main element of the human activity (Harpaz & Flu, 2002, p. 641) . Steiger et al. (2012) identified three dimensions of MW that should be represented in surveys on the topic:
• Positive meaning of work: captures the feeling that people deem their work important and significant.
• Meaning making through work: captures people's broader context of the life of work.
• Greater good motivations: reflects common ideas that work is more significant if there is a broader impact on others.
Pursuant to Rosso, Deka, and WrzesniewskI (2010) , at a personal level, the meaningful work is promoted by characteristics like an honest evaluation of the strengths and weaknesses, the desire to have a positive impact on others, and on the greater good. At the interpersonal level, the meaningful work is fostered by respectful relationships, a sufficient understanding of the social and political scenario of an organization, and opportunities to help and to be helped. As to organizational leadership, the meaningful work is fostered by clear communication of the values and mission of the organization together with an authentic adoption of these characteristics in the organization's operational culture and practice, authenticity, and ethical behavior of the leadership teams.
In the same direction, in the empirical study of Steiger, Dik, and Duffy (2012) , MW was positively related to the variables of desirable work (organizational citizenship behaviors, career commitment, organizational commitment, job satisfaction, and intrinsic work motivations). Also, Kim and Beehr (2018) found negative correlations between meaningful work and emotional exhaustion.
MW was, still in the study of Steiger, Dik, and Duffy (2012) , positively related to well-being (i.e., in life and life satisfaction) and negatively related to psychological suffering (hostility and depression). Accordingly, Allan et al (2016) found a negative correlation between meaningful work and depression, however, controlling job satisfaction, but the authors found no significant correlation between meaningful work, and stress and anxiety when moderated by job satisfaction.
Positive correlations were found between calling orientation, job design, relationship with colleagues, task significance, leadership strengthening, and perception of work in the sense of helping others, and meaningful work (Fouche, Rothmann, & Van der Vyver, 2017; Tong, 2018; Allan, Duffy, & Collisson, 2017; Kim, & Beehr, 2018; Allan, Duffy, & Collisson, 2018) .
As to consequences, the relationship between meaningful work and work environment, performance, contextual performance, self-reported performance, and life satisfaction were found (Fouche, Rothmann, & Van der Vyver, 2017 , Tong, 2018 , Allan, Duffy, & Collisson, 2017 , Kim, & Beehr, 2018 .
If, on one side, there is progress in empirical researches involving meaningful work, on the other side, the distinction of the term with other constructs, like, for example, with the "importance at work", is still discussed in the literature. Its differentiation is discussed below.
IMPORTANCE OF WORK
Pursuant to Bustein (2011) , work is responsible for a critical part of the identity of many people, as work often becomes a source of meaning, dignity, and importance, showing that there is a distinction between the constructs "meaning" and "importance" of work.
To care, pursuant to Rosenberg (1985, p. 215) , refers to the "feeling that the individual makes a difference" and can be useful to understand the dynamic structure of the working experience of an individual in terms of social and interpersonal context. The interpersonal matter refers to the perception of a person that he/she is important to a specific group of persons (Rosenberg & Mccullough, 1981) , while the social matter is "the feeling of making a difference in a larger scheme of social and political events" (Rosenberg, 1985, p. 215) .
Meaningful work is, however, the subjective experience of persons that their jobs, works, or carriers are significant, synergistic with the meaning and purpose of their lives and are capable of making a greater good and they are explained in three dimensions: positive meaning of work, meaning making through work, and greater good motivations, as already mentioned. Meaning and importance of work are both deemed relational results in the relational theory of working (Blustein, 2011) .
Studies like the ones of Dixon and Kurpius (2008) and Tovar, Simon, and Lee (2009) found a positive influence of the interpersonal importance of work on mental health. Nevertheless, Amundson (1993) and Connolly and Myers found no support for the direct role of interpersonal matters to the well-being indices related to work, like job satisfaction. Therefore, Jung (2015) emphasized that interpersonal importance may not be sufficient to explain the influence of the importance of work on constructs related to well-being at work and resumed the social size of this importance proposed by Rosenberg (1985) . Jung (2015) supported this hypothesis in studies on women's domestic work, such as, for example, the study of Schultheiss (2009) . This is because care work in the domestic area is often not deemed as legitimate work, which is why it is frequently excluded from the theories and discussions of vocational psychology (Heppner, & Jung, 2013) . Schultheiss (2009) argued that economic structure rarely rewards care work. Additionally, Jung and Heppner (2015) found out that full-time mothers do not feel that their work is important nor are they satisfied with their work and life, mainly due to their perception of lack of recognition of the society for their work.
With that, Jung (2015) argued that the social matter of the importance of work can contribute to the psychological well-being of a person in the working context, as she may be interconnected to the society in general through the work together with the interpersonal aspect. The study of Jung (2015) pointed out moderate-to-strong associations of the social and interpersonal importance in work with meaningful work, job satisfaction, life satisfaction, organizational commitment, intentions of work leave, and positive affection. It also indicated a lack or weak associations with negative affection, age, and gender.
It seems, therefore, reasonable to assume that, both to employed and unemployed people, the social and interpersonal importance perceived can influence the perception of meaningful work and it is assumed that: H1: the social and interpersonal importance of work influence the perception of meaningful work.
CREATIVE SELF-CONCEPT
Creative self-concept is a multifaceted construct, comprising characteristics like creative self-efficacy: the belief the person has in his own ability to produce creative outcome in a specific setting or in general (Beghetto, 2006 , Tierney, & Farmer, 2002 and creative personal identity: the role of creativity in identity and self-description (Tierney, & Farmer, 2002 , Karwowski et al., 2013 . Karwowski (2015) assessed the creative self-concept of 12,000 Polish people between 10 and 75 years old and identified that the creative selfefficacy is lower in adolescence, then increases in early adulthood, and decreases at the end of adulthood. In the case of creative personal identity, more visible changes were observed in adolescence, suggesting that school and development may have an important influence on this aspect of the creative self-concept.
It was already found that creative self-efficacy is positively related to creative personality (Karwowski, 2012) , innovative behavior (Hsu, Hou, & Fan, 2011) , and creative achievement (Batey, & Furnham, 2008) and mediates the relationships between potential and creative achievement (Lim, & Choi, 2009) .
Also, creative self-efficacy was strongly related to the tendency to seek new experiences and acceptance of unpredictability and personal identity was related to the tendency to seek new experiences and involvement, in the study of Karwowski (2012) . Previous studies showed that creative selfefficacy may be influenced by the transformational leadership of a teacher (Beghetto, 2006 , Karwowski, 2011 or a manager (Tierney, & Farmer, 2002) and that it is positively related to creative thought (Karwowski et al., 2013) and the five big personality traits: Openness to Experience, Extraversion, Conscientiousness, and Agreeableness, and Neuroticism (Karwowski et al., 2013) . In the same study, creative self-efficacy and creative personal identity were positively correlated to emotional intelligence, intrinsic motivation, and self-esteem. Jussim and Harber (2005) suggested that creative self-efficacy is developed under the influence of an individual's belief that creativity is an important element of the functioning itself and this belief -defined as a creative personal identity -can further increase the positive effects of creative self-efficacy in specific situations for carrying out a task. Therefore, one assumes that, if an individual perceives him/herself with creative selfefficacy and creative personal identity, it is possible that he/she also perceives a future work as significant, as he/she will be able to trust in the positive meaning of the work itself, in the meaning of carrying out the work in its context, and with a significant impact on others. Therefrom, the second hypothesis of this study:
H2: the creative self-concept positively influences the perception of meaningful work.
EMPLOYABILITY OR SELF-EFFICACY IN TRANSITION TO WORK
Focused on subjectivity, the employability, or self-efficacy in transition to work, may be defined as a belief in one's ability to organize and take actions like job search and adaptation to the world of work (Vieira, Maia, & Coimbra, 2007) . In this view, the concept is focused on the abilities and skills of the individual, and individual and contextual factors may influence the employability (Vieira & Coimbra, 2006) . The individual factors are, for example, interpersonal relationship, flexibility, autonomy, and ability to adapt to the environment. The contextual factors, however, are formed by relationships with family members, people from the academic and work settings. Historically, the concept of employability was first used in order to identify persons qualified and skilled to enter the job market. Pursuant to Gazier (1999) , employability was understood as the probability and time that a certain group used to take to find a job, so including the conditions of the job market.
Based on the Bandura's triadic relationship (1997), the concept of employability proposed by Vieira, Maia, and Coimbra (2007) and used in this study suggests that employability depends on self-efficacy beliefs. In the triadic model, the personal, biological, and cognitive factors, behavior, and environmental influences interrelate with each other (Bandura, 1997) .
The construct of employability has three factors:
• Self-efficacy in adaptation to work: a trust perceived as an adaptation to work; • Self-efficacy in emotional regulation: a trust perceived in emotional selfregulation in the process of finding a job; • Self-efficacy in the job search: a trust perceived in behaviors of job search (Vieira et al. 2007 ).
Studies on employability background identified that self-esteem and selfefficacy, social support perceived, preparation for a career, and social integration predict employability (Gomes, 2014; Dias, 2015; and Fleming, 2015) .
As consequences, Correia's study (2011) found negative and significant correlations between the self-efficacy beliefs in adaptation to work and perception of barriers like general discrimination, sexual discrimination, and lack of support. Couto's study (2012) found positive correlations with satisfaction with the relationships at work, satisfaction with the compensations at work, and satisfaction with the work content. Gomes (2014) found that employed individuals had higher levels of self-esteem, self-efficacy, and employability compared to unemployed individuals. There was no gender differentiation and the qualification level had no influence on employability in Gomes' (2014) and Gouveia's (2011) researches. Dias' research (2015) , however, gender was correlated with employability (higher scores for women). As Steiger, Dik, and Duffy (2012) found positive correlations between meaningful work and intrinsic work motivations and employability is understood, in this study, as an intrinsic motivation (a belief in one's ability to organize and take actions like job search and adaptation to the world of work, pursuant to Vieira, Maia, and Coimbra, 2007) , we present the third hypothesis of the study:
H3: the perception of meaningful work positively influences employability. Figure 5 .1 illustrates the structural model that will be tested in this survey. Legend: IST = Social Importance at Work; IIT = Interpersonal Importance at Work; CP = Creative Personality; AEC = Creative Self-efficacy; SWSP = Positive Meaning of Work; SWFT = Meaning Making through Work; SWMM = Greater Good Motivations; AEAT = Self-efficacy in Adaption to Work; AERE = Self-efficacy in Emotional Regulation; AEPE = Self-efficacy in Job Search.
Source: Adapted from Jung et al. (2017) , Karwowski (2015) , Steger, Dik, and Duffy (2012) , Vieira and Coimbra (2006) , and Vieira, Maia, and Coimbra (2007) . Dias (2015) found significant correlations between gender and employability, and age and education may correlate with meaningful work and employability (endogeneity), so we included these variables as controls in the model. 6. METHODOLOGICAL PROCEDURES
Instrument to collect data
To measure the variables, we choose cross-cultural adaptation of three scales: Work Mattering Scale (WMS), Creative Self-Concept Scale (CSCS), The work as Meaning Inventory (WAMI).
The scale WMS, created and validated by Jung and Heppner (2017) , assessed the importance of work. The scale has ten items related to the dimensions: 1. social (five items) and 2. interpersonal (five items). It was assessed with 7 points varying: from 1 = "strongly disagree" to 7 = "strongly agree".
The CSCS was created and validated by Karwowski (2015) , assessed the creative self-concept, and has 11 items related to two dimensions: 1. creative personality (five items) and 2. creative self-efficacy (six items), with 7 points: 1 = "strongly disagree" and 7 = "strongly agree".
The scale WAMI was created and validated by Steger et al. (2012) and measured the meaningful work. The instrument originally had ten items distributed in three factors: 1. positive meaning (four items), 2. meaning making through work (three items), and 3. greater good motivations(three items). The scale was assessed by using 7 points: from 1 = "absolutely untrue" to 7 = "absolutely true".
Furthermore, the employability scale was used: Self-Efficacy in Transition to Work (AETT) was created and validated by Vieira and Coimbra (2006) and Vieira et al. (2007) already used in employed and unemployed people and college students by Gomes (2014) and adjusted to the Brazilian culture by the Onça (2017) in a sample of unemployed individuals. Originally, the scale has 28 items. In this study we used 15 items related to three dimensions: 1. self-efficacy in adaptation to work: (five items), 2. selfefficacy in emotional regulation (five items), and 3. self-efficacy in job search (five items). The scale uses 7 points varying: from 1 = "not confident at all" to 7 = "very confident".
A sociodemographic questionnaire was used in order to describe participation in the study.
Pre-test
After translating the items of the scales adjusted to the Brazilian culture, we performed face validation and semantics of the items that compose the instruments, as recommended by Netemeyer, Bearden, and Sharma (2003) . The items showing comprehension difficulties were adjusted to become understandable to the target audience.
The questionnaire was then submitted to a pre-test with 52 unemployed individuals. The confirmatory factorial analysis (CFA) was used to validate the measurement model as to the convergent validity, discriminant validity, and reliability and the software SmartPLS 3.2.6 (Ringle, Wende & Becker, 2015) was used, which shows no estimation problems (non-convergence of the algorithm), like the most appropriate method (based on covariance), which was used subsequently, in the final analysis, but provides sufficient information to decide item fitness. While the values of the average variance extracted (AVE) and composite reliability (CR) are adequate (AVE really close to 50% and CC ≥ 0.7), it was noted that the reverse item belonging to dimension "Greater Good Motivations" of the meaningful work scale (SWMM3) showed low factor loading and was reworked. Also, two items were added to this size (SWMM11 and SWMM12), inspired in the meaning of work scale of Fernandes, Gonçalves, and Oliveira (2012) in order to increase the reliability of the dimension. The items can be found in Appendix A.
Data collection
The questionnaire was provided in a form (paper) to the unemployed individuals of the employment agency SINE, located in Marabá, in the State of Pará. The unemployed individuals agreeing to participate in the study (convenience sample) received the instrument upon signature of the Free and Informed Consent (FIC). The formal consent of the person in charge of the agency was obtained for the survey. The objectives of the survey were explained and informed that the results would be analyzed collectively so the individual answers could not be identified. The questionnaires and the FICs should be returned in two separate containers to ensure secrecy of the interviewee's identity, thus avoiding identification of the interviewee.
The amount of 206 valid questionnaires was deemed adequate, as exceeded the number of the minimum sample required of 190 cases suggested by Soper (2018) to detect the size of the average effect (r = 0.3 in Cohen classification, 1988 ) as significant to 5%, with a statistical power of 0.8.
Data analysis
The first stage of the analysis was "cleaning": of the 228 questionnaires received, 16 were excluded due to their atypical nature and also other six cases, due to lack of an answer for five or more items of the total 48, which resulted in a valid sample of 206 cases. The atypical cases were identified as follows:
• For each interviewee, the percentage of equal answers was assessed for the 48 items.
• When this percentage was equal to or greater than 90%, the interviewee was identified as atypical (as he/she is not expected to give the same answer for different items, these cases were probably answered without properly paying attention to what was asked), therefore, 16 cases were excluded.
This criterion has been used in internal researches like ESS EduNet (2018), as the variables showed no normal distribution, to use the z-score criterion higher than 3.
Next, the measurement model was assessed in two stages:
• First, a confirmatory factorial analysis (CFA) with ten first-order latent variables (LV) through the lavaan package of software R (Rosseel, 2018) with estimation based on the polychoric correlation matrix and WLSMV method, which is recommended for ordinal data (Beaujean, 2014 ).
• Second, another CFA assessed the validity and reliability of secondorder LVs, which would be used in the structural model.
For the last stage, we performed structural equation modeling. In both CFAs, the criteria recommended by Brown (2006) , Fornell and Larcker (1981) , and Hair Jr. et al. (2009) were used to assess fitness, i.e.:
• GoF -Goodness of Fit: chi-square/degrees of freedom ≤ 3; CNI, TLI, RNI ≥ 0.92; RMSEA ≤ 0.08. • The convergent validity was measured by the average variance extracted (AVE ≥ 0,5). • Discriminant validity: 1. by using Fornell and Larcker criterion, the AVE square root should be higher than the correlations between the LVs; 2. by using the Brown and Hair Jr. et al. criterion, the correlation between both LVs should be tested to be equal to 1. • Reliability was measured by omega, which is a composite reliability measure and is available in the package semTools of software R.
RESULTS
In this section, we presented the results related to the definition of the sample, assessment of the measurement model (validity and reliability of the constructs) and the structural model.
Demographics
Figure 7.1.1 presents the characteristics of participants in this survey, which are resumed as follows: 1. adults with an average age of 32.5 years, with the 1st quartile equal to 25 years old and the 3rd quartile equal to 37 years old (50% central); 2. majority male (77%); 3. high school (53%); 4. married (55%); 5. have one or two children (52%); 6. half of them are solely responsible for household income. Note: For age, there were seven missing cases and we assigned the average rounded to the integer number. For gender, the adjustment to the model did not change by attributing masculine or feminine and the parameters of the model showed some difference of about thousandths (Figure 7 .3.1).
DESCRIpTIvE STATISTICS OF ThE DEMOGRAphIC vARIABLES
Source: Elaborated by the authors. Figure 7 .2.1. The convergence validity was deemed adequate, as the AVE values are higher than 0.5, except for LV ST_swsp (positive Meaning, the dimension of the meaningful work), which came to a close value (0.47).
As to the discriminant validity, the correlations in bold indicate a lack of discriminant validity pursuant to Fornell and Larcker's criterion (1981) and, for this reason, the discriminant validity was reassessed compared to the free model with a restricted model where this correlation was established in value 1 (Brown, 2006 , Hair Jr. et al., 2009 , showing a significant difference (p < 0.001) in all cases, which is favorable to the maintenance of the LVs, how they were modeled, i.e., they are highly correlated with each other, but are different constructs (the correlation of 0.95 was also tested, which also showed p < 0.001). Additionally, the fact that they have second-order LVs dimensions, these high correlations are favorable to the results for convergent validity and reliability of second-order LVs.
Finally, the reliability is suitable for all LVs, with omega equal to or greater than 0.7. It is important to note that the AVE and the omega results could be improved by eliminating items with lower factor loadings, but this would hinder the content validity and comparability of the current results with a previous survey (DeVellis, 2016) , so all 48 initial items were kept in all models tested. Note 2: The factor scores were calculated as simple arithmetic means of their items and the distribution was asymmetric (more enlonged tail to the left); it was decided to use the median and quartiles to discuss the distribution of the scores instead of using average values.
Legend: WM_societal = Social Importance at Work; WM_interpes = Interpersonal Importance at Work; PC_pci = Creative personality; PC_aec = Creative self-concept; ST_swsp = Positive meaning; ST_swft = Meaning Making through Work; ST_swmm = Greater Good Motivations; EMP_aeat = Self-efficacy in Adaptation to Work; EMP_aere = Self-Efficacy in Emotional Regulation; EMP_aepe = Self-efficacy in Job Search.
The diagonal values are the square root of the mean-variance extracted (AVE). The grey cells are correlations between first-order LV, measuring the same construct (second-order LV).
Source: Elaborated by the authors. The second CFA included the four second-order LV, composing the structural model, namely: Importance of Work, Creative self-concept, Meaningful work, and Employability. The results presented in Figure 7 .2.2 are adequate in all criteria: GoF, convergence validity (AVE > 0.5), discriminant validity (values outside the diagonal are smaller than the diagonal values), and reliability (omega > 0.7). Upon conclusion of the assessment of the measurement model, the results for the structural equation modeling will test the hypotheses in the next section. Figure 7 .3.1 presents the results of two structural models, the first includes the control variables, which showed no significant relation with any LV of the structural model, for this reason, they were excluded from the model, which generated the results of model 2. Both models showed adequate GoF (footnote of Figure 7 .3.1).
Assessment of the structural model
Both model 1 and model 2 confirmed the three hypotheses, so creative self-concept and importance of work explain 68% of the variance in meaningful work and, on its turn, meaningful work explain 67% of the Silvania S. Onça, Diógenes S. Bido variance in employability, in both cases the explanatory power is great for behavioral science standards (Cohen, 1988) . Figure 7.3.1 shows that the meaningful work is a strong predictor (β = 0.809, p < 0.01) of employability and Figure 7 .2.1 shows that the medians for their three dimensions are between 6.3 and 6.7 (in a scale from 1 to 7) and the 1st quartile between 5.3 and 5.7 (or 75% of the interviewees above 5.3); therefore, they are pretty high values.
A possible explanation for such high values in meaningful work may be in the importance of work, which showed a high coefficient (β = 0.698, p < 0.01). Roughly speaking, the education level is homogeneous and is not high (only 9% had higher education incomplete or complete), and maybe this is the reason why the education level failed to show significant relations with the other variables of the model, and if there was a larger number of individuals with higher education level, they might give up their careers or have to obtain more qualification to remain in the position, resulting in lower values for the meaningful work variable.
FINAL CONSIDERATIONS
This study assesses the influence of the importance of work and of creative self-concept on meaningful work and the influence of meaningful work on employability of unemployed persons living in the Southeast region of the State of Pará, aiming at a new job, which topic should be studied, as recommended by the authors of the WMS scale, Steger, Dik, and Duffy (2012) .
Pursuant to the results presented, the unemployed individual showed high levels of meaningful work and may pose a lower risk of turnover, greater commitment to the organization, and higher involvement in organizational citizenship behaviors (Steger et al. 2012) , desirable features within organizations.
All hypotheses in the study were confirmed. Thus, we note that the importance of work and creative self-concept had an influence on meaningful work and, on its turn, meaningful work had an influence on the employability of the participants. This means that the more unemployed people perceive that work is important to the interpersonal relationships and the society and the higher the levels of creative self-efficacy and creative personality of these people, the more the work will be perceived as meaningful for them. Additionally, the more participants perceive the work as meaningful, the more they will have the confidence to organize and act as to search for jobs and adaptation to the world of work.
This study makes a special contribution to address the importance of meaningful work in career counseling programs for unemployed people. It seems useful to point out a career orientation focused on meaningful work, aiming at increasing employability, as individuals with positive self-assessments are more likely to achieve a successful carrier based on personal effort.
It is worth mentioning, however, that the creative self-concept may further increase the positive effects in specific situations when performing a task. Thus, for organizations, the knowledge of the results of this study may encourage the development of new people management policies, both in engagement and retention of workers, aiming at developing the creative self-concept, importance, and meaningful work.
Nationally, such knowledge may foster public policy programs directed to unemployment people, focusing on their career.
This study also contributes to the literature, offering three new valid and reliable measuring instruments for the following constructs: creative self-concept, importance of work and meaningful work.
Limitations
The main limitations of this study are: 1. the sample was obtained by convenience, that is the reason why the results are not generalizable for a specific population, even if the authors seek to collect data from a homogeneous sample (unemployed individuals and job seekers); and 2. the cross-sectional analysis is limited in terms of causal inferences, so even if the construction of the hypothesis has this nature and the hypotheses are confirmed, it is not possible to be conclusive in causal terms.
Considering the results obtained and the limitations mentioned, the following is suggested for future surveys: qualitative research (interviews) with people who had extreme scores (high and lows) in the constructs studied, as to enrich the understanding of the phenomenon and the relations between the constructs. It makes no sense to think of a longitudinal survey with the type of sample used in this survey, because people are expected to re-enter the labor market over time; however, it would be interesting to monitor a group of people for a few years to understand how contextual changes influence on how they evaluate the constructs treated in this survey. 
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